The effect of different factors on the relationship between work engagement and commitment on one hand and performance on the other is already established in the extant literature While a multiplicity of studies have identified differences in the moderating effect of experience level, gender, age on work engagement, commitment and performance is barely explored in the current literature even though with greater certainty. The objective of this research is to examine the influence of transformational leadership attributes on the employees' work engagement. The results of the analysis earlier presented means that both hypotheses must be accepted. The study found out that while intellectual stimulation affects employees' performance, the effect of idealised influence on employees' work performance is significantly higher. The results affirm the long held notion that encouraging innovative thinking is an important factor that contributes to employee performance and vice versa.
I. INTRODUCTION
Frederick Herzberg developed the two-factor theory is also called motivation-hygiene theory. Robbins (2014) describes that individuals who have achieved job satisfaction can describe their feelings towards the job in a different manner from those who are dissatisfied in their employment. Robbins (2014) points out that there exist some other factors, usually intrinsic or internal factors, which are related to the level job satisfaction and some other factors, usually extrinsic factors, which are consistently related to job dissatisfaction. Robbins (2014) also remarks that the opposite of job satisfaction is no job satisfaction rather than what other authors term as job dissatisfaction.
Robbins (2014) also states that the opposite of job dissatisfaction is 'no job satisfaction' and not satisfaction'. This means that it is pointless to do away with the dissatisfying job elements with a view to getting job satisfaction.
Robbins (2014) concludes that there are two categories of factors that affect job satisfaction or dissatisfaction.
The author describes hygiene factors as all factors that contribute to job dissatisfaction and the motivators as the all factors that contribute to employee satisfaction. Figure 1 shows the framework for this chapter and the corresponding hypothesis derived from them. Hospital. In addition, data was also procured from the 37 Military Hospital as well as the Ho Regional Hospital. The latter hospitals were chosen due to their unique role in healthcare delivery and the volume of patients that uses the facility. For example, the Ho Regional Hospital is currently being used as a teaching centre for the University of Health and Allied Sciences whereas the 37 Military Hospitals is the West African referral hospital for national and regional emergency health services. Initially 1000 respondents agreed to participate in the research after preliminary consultations but only 865 returned the questionnaire. 
III. RESULTS

Exploratory Factor Analysis (EFA)
The first preliminary analysis measure is the results of the EFA based on the Maximum Likelihood with table 2 shows that there is no correlations above 0.700, and there are no problematic cross-loadings. The model fitness measure is the next to be examined.
The factor loadings were highly adequate and within the recommended threshold hence there was no need to remove any factor. That notwithstanding, modification indices were further consulted if some improvement could be made to the existing model. The results of the path analysis presented in table 5 shows the degree to which the respective hypothesis This implies that when inspirational motivation increases in an organisation increases by a unit, employee's work engagement will potentially increase by 0.291. The p value of 0.000 means the relationship is statistically significant at 95% confidence interval
Next the study was interested in the relationship between idealised influence as an attribute of transformational leadership and work performance.
As a leadership attribute, it is expected that work engagement will positively and significantly influence employee's work performance. The results supports hypothesis 1 because the regression coefficient of the influence of idealised influence motivation on work engagement is 0.492. This implies that when idealised influence increases in an organisation by a unit, employee's work engagement will potentially increase by 0.492. The p value of 0.011 means the relationship is statistically significant at 95% confidence interval.
Finally the analysis explored the direct relationship between individualised consideration as an attribute of transformational leadership and work performance.
As a leadership attribute, it is expected that individualised consideration will positively and significantly influence employee's work performance. 
